This study explores the societal expectations surrounding women's absenteeism from work by means of a content analysis of newspaper articles that have appeared in the New York Times over the last 100 years. The results suggest that a distinct absence culture exists for women that might legitimize their absenteeism, but might also perpetuate gender stereotypes and lead to gender discrimination.
Introduction
A common finding in absenteeism research is that women are, on average, absent from work more than men. In a research area that has occasionally been criticized for its emphasis on correlational designs that have not generally provided strong results (Martocchio & Harrison, 1993; Nicholson, 1993; Nicholson & Martocchio, 1995) , the difference in absence along gender lines is pervasive. Despite this pervasiveness, there has been a lack of theorizing and research concerning why this difference exists (Johns, 2003) . While the practice is often to ascribe it to factors such as childcare (e.g. caring for a sick child, availability for child/school related activities, domestic duties surrounding children), studies that have addressed reasons that would appear to make intuitive sense have demonstrated inconsistent or contradictory results. Furthermore, few if any studies have considered the consequences for women resulting from their greater absenteeism.
The purpose of this article is twofold. First, the question of why women exhibit more workplace absence will be explored. Rather than suggesting that women's higher absenteeism is due to childcare or stress, the proposition that women are subject to particular expectations and norms surrounding attendance based on widely held gender stereotypes will be advanced. Second, to the extent that expectations differ, and women are perceived to be more absent than men, we will consider what this means for women in the workplace. If the norms concerning women's absenteeism are built on stereotypes, their perpetuation may be harming women in various aspects of employment.
In order to explore these issues, a content analysis of newspaper articles featuring women's absenteeism appearing in the New York Times from 1851 to 2004 was undertaken. Although not a traditional method in absenteeism research, a content analysis of widely diffused documents is a means to understand beliefs and norms surrounding absence from work and identify potential outcomes for absentees. Unlike many topics in the organizational sciences, absenteeism is part of our everyday vocabulary, and virtually all people have both exhibited and observed absenteeism. This familiarity is reflected in the impressive amount of news coverage absence has received over the years. In fact, over the last 100 years, there have been close to 3000 articles in the New York Times featuring absence from work. The prominence of absenteeism in the press represents an opportunity for researchers to study how the concept is represented in the public domain. Similar to absenteeism and to an even greater extent, gender is a salient and familiar topic at the public level of discourse. Given that gender is also an issue regularly treated in the press (Fowler, 1991) , analyzing the joint coverage of gender and absenteeism provides a novel way to uncover social expectations and representations of workplace absence by women.
From a management perspective, Abrahamson (1991 Abrahamson ( , 1996 suggests that organizational policies can be influenced by outside forces, including the popular press. Given that business leaders read major newspapers more regularly than academic journals, the popular press, bestsellers, and business gurus can have much more of an impact on what happens in organizations than academic research (Abrahamson, 1991 (Abrahamson, , 1996 . Abrahamson advocates studying the rhetorics disseminated through the mass media in order to get research into the mainstream, and notes that the rhetorics present are a manifestation of the ideologies underpinning organizational topics of interest. The regular coverage of absenteeism in the news can both reflect and influence how managers view the phenomenon. As newspapers are both mirrors and shapers of social values and beliefs on a wide range of topics (Fowler, 1991; Krippendorff, 2004) , a content analysis spanning over 100 years focusing on how gender and absenteeism have been covered in the popular press can provide insight into stereotypes in operation, the existence of a separate absence culture for women, and the consequences of such an absence culture.
Absenteeism and gender: Consistent findings but little explanation
Absenteeism can be defined as 'an individual's lack of physical presence at a given location and time when there is a social expectation for him or her to be there' (Martocchio & Harrison, 1993: 263) . While many studies on women's absence from work have focused on the first part of this definition (i.e. a lack of presence), the second part of the definition concerning social expectations has been ignored. As previously noted, from a 'lack of presence' perspective, the fact that women are absent from work more than men is a common finding (Johns, 2003) . Numerous individual studies have demonstrated higher absence for women (with rare exceptions, such as Harvey & Nicholson, 1999) , and the link has been verified meta-analytically (Côté & Haccoun, 1991) . National labor statistics from the United States and Canada (e.g. Statistics Canada, 2005 ; US Bureau of Labor Statistics, 2006) have repeatedly indicated that women are more absent than men. For example, Statistics Canada (2005) reported that women averaged 9.9 days lost per year from 1997 to 2004 compared to 7.5 for men. Furthermore, large-sample European studies (Kivimäki et al., 1997; Mastekaasa, 2000; Mastekaasa & Olsen, 1998; Nauta, 2006; Vistnes, 1997) have demonstrated that the phenomenon is cross-national. For instance, Norwegian women have been found to have more than twice as many absence spells as men (Mastekaasa & Olsen, 1998) .
Several reasons that have intuitive appeal have been invoked to explain the higher absence rates for women. It might be reasoned that women are absent more than men due to their generally less interesting jobs and poorer working conditions. Although there is some evidence for this (e.g. Messing et al., 1998) , most research suggests otherwise. For example, Johns (1978) found that women factory workers exhibited higher absence than men even controlling for differences in job design and job satisfaction. Similar results have been found for call center employees, controlling for job design (Deery et al., 2002) , and among civil servants, controlling for job grade (Feeney et al., 1998) . Furthermore, studies by Alexanderson et al. (1994) , Kivimäki et al. (2001) , Mastekaasa and Olsen (1998) and Scott and McClellan (1990) have found that women's absence is higher than men's even when they perform apparently identical jobs.
Women's more fragile health has also been pointed to as a reason for their higher absenteeism. Although women have a lower mortality rate than men, their morbidity rate, defined as generalized poor health, is higher than that of men (Rodin & Ickovics, 1990) . Women tend to suffer from more physical symptoms, insomnia, migraine headaches, and depression, and they make more doctor visits than men (Culbertson, 1997; Lipton et al., 1994; Nelson & Burke, 2002; Rodin & Ickovics, 1990) . In particular, depression and migraine have been associated with absenteeism and probably thus account for some of the variance in the attendance gap (Johns, 1997) . However, studies that have modeled men's and women's absence separately have not particularly implicated health differences (Hendrix et al., 1994; Leigh, 1983; VandenHeuvel & Wooden, 1995) . Also, it is extremely difficult to isolate sickness absence from other absence, and many studies that ostensibly measure sickness absence find that it has motivational correlates (Johns, 1997) . In summary, it is feasible that health dynamics account for some but not all of the attendance gender gap.
A particularly widely held idea used to explain women's higher rate of absence is that they bear the brunt of family and childcare responsibilities. The assumption is that the role conflict provoked by the double burden of childcare and work will increase stress and lead to increased absence (Bratberg et al., 2002; Mastekaasa, 2000; Nelson & Burke, 2002; VandenHeuvel & Wooden, 1995) . While this argument has intuitive appeal, empirical findings do not consistently support the notion that greater family responsibilities lead to higher absenteeism. Data from Statistics Canada (2005) indicate that, while a gap existed in the past, there was virtually no difference in absenteeism between men and women for childcare reasons in the most recent survey results. Erickson et al. (2000) , Scott and McClellan (1990) and VandenHeuvel and Wooden (1995) did not find an interaction between number of children and gender in predicting absence. Furthermore, Bratberg et al. (2002) , in a direct test of the double burden hypothesis, found that women with more children actually had lower absenteeism, replicating the findings of Zaccaro et al. (1991) . Mastekaasa (2000) studied absence in conjunction with gender, parenthood, and marital status and found that men and women with children who were or had been married exhibited similar patterns of absence from work relating to children, and that additional children did not lead to higher absence. For single mothers, absence was not generally higher than for men or married/divorced women with children, although absence for single mothers did rise with additional children. Still, absence differences between men and women parents were not generally found. In all, the empirical evidence that childcare and family stress account for the gender absence gap is weak.
From a gender research standpoint, studies provide evidence that also weakens the childcare/illness links to absence for women. Specifically, Barnett and Hyde (2001) , Bratberg et al. (2002) , Mastekaasa (2000) and Rodin and Ickovics (1990) have suggested that multiple roles have positive outcomes for women. Barnett and Hyde (2001) reviewed numerous studies demonstrating that women with multiple roles exhibit less stress, less depression, better health, and stronger relationships, and suggested that the combination of childcare and work offers several benefits to women, such as buffering stressors of one milieu from those of others, providing greater social support, and facilitating personal growth. Also, differences in morbidity rates between men and women are shrinking, and research suggests that working women are actually healthier than women who do not work (see Barnett & Hyde, 2001, and Rodin & Ickovics, 1990 , for reviews of studies indicating that multiple roles can be beneficial for women's mental health, physical health, and relationship health).
Overall, we are confronted with studies that suggest that women are absent more than men but provide limited explanation as to why. There is, however, an additional reason that needs to be considered: perhaps women are more absent because it is more socially acceptable for them to be (Johns & Nicholson, 1982) . As such, the explanation for women's lower attendance may concern the second element of Martocchio and Harrison's (1993) definition of absenteeism: social expectations for attendance.
Gender as a social category subject to stereotypes: Implications for absence cultures
Studies focusing on social expectations surrounding absenteeism often employ the concept of absence cultures (Chadwick-Jones et al., 1982; Johns & Nicholson, 1982; Nicholson & Johns, 1985) . An absence culture represents 'the degree to which group members are aware of attendance behavior, self-reflective concerning absence, and in agreement about an appropriate level of absence' (Harrison et al., 2000: 79) . Given absence cultures, absenteeism ceases to be an exclusively individual behavior, and must also be viewed collectively (Nicholson, 1993; Nicholson & Martocchio, 1995) . Empirically, this collective conceptualization of absence behavior has received support, primarily relating to the impact of workgroup norms and supervisor attitudes on absenteeism in work groups and other organizational units (e.g. Gellatly & Luchak, 1998; Markham & McKee, 1995; Xie & Johns, 2000) . However, absence culture theory as developed by Nicholson and Johns (1985) does not limit the normative reach to proximal entities such as workgroups, and the theory has been extended to other social groups. Absence cultures can thus exist for collectives such as members of an occupation, citizens of a country, or, consistent with the focus of this article, along gender lines. In order for women's absenteeism to be studied at the 'cultural' level, gender must be conceptualized as a social category rather than as an individual characteristic. As such, our first research question concerns the existence of a separate absence culture for women:
Research Question #1: Is a separate absence culture for women reflected in gender stereotypes manifested in the popular press? Gender researchers are increasingly focusing on gender as a category to explain differences in how men and women are perceived and treated. While many studies in organizational behavior treat gender as an individual difference rather than a group identity, gender researchers such as Deaux (1984) and Nelson and Burke (2002) have asserted that gender should be considered primarily as a social category. Deaux (1984) has placed a strong emphasis on categorization and has noted that gender is subject to normative beliefs and leads to expectations beyond any individual-level trait of the person. To the extent that gender is treated as a group category as opposed to an individual trait, expectations for behavior, including absenteeism, are likely to be influenced by widely held gender stereotypes.
Apart from the obvious physical differences, the concept of gender can be considered a socially constructed state (Nelson & Burke, 2002) and a reflection of the very different work and non-work contexts faced by men and women (Johns, 2006; Messing et al., 1998) . Several authors (Durkin, 1987; Nelson & Burke, 2002; Sheridan, 2004) have explained how gender roles are created through socialization from a very early age and are regularly reinforced within popular culture. As asserted by Deaux and Lafrance (1998) , gender stereotypes cover a wide range of beliefs concerning physical characteristics, personality traits, role-related behaviors, occupational preferences, specific competencies, and emotional dispositions. The general stereotypes are that men are technically competent, competitive, aggressive, rational, and more committed to their careers, while women are emotional, nurturing, passive, relationship oriented, less committed to work, and less motivated for success (Durkin, 1987; Nelson & Burke, 2002) . Stereotypes are very resistant to change and often operate on an unconscious level (Banaji & Hardin, 1996; Deaux & Major, 1987) . Halpern (2005) recently commented that, although women have become much more present in the workplace over the last 25 years, most of the stereotypes surrounding women in terms of childcare duties, emotions, and so on have not evolved. Jost and Banaji (1994) have suggested that this phenomenon can be conceived as system-justification, which refers to 'the psychological process whereby an individual perceives, understands, and explains an existing situation or arrangement with the result that the situation or arrangement is maintained' (p. 10). Since women have traditional roles focusing on domestic affairs and child rearing duties (Barnett & Hyde, 2001) and are subject to longstanding stereotypes, expectations and explanations will tend to reinforce these views. Barnett and Hyde (2001) have noted that this traditional view of women has guided most theory and research on gender issues, which tends to emphasize sex segregation, gender asymmetry, and traditional family roles. The power of stereotypes and system-justification is underscored by the growing body of research demonstrating that many differences between genders widely believed to be large are actually quite small. Barnett and Hyde (2001) , Durkin (1987) , Hyde (2005) , and Maccoby and Jacklin (1974) have asserted that most psychological and behavioral differences are very small, and that the widely held beliefs that men and women are different may be constructed more through early childhood teaching and reinforced by the media than because of any real differences. The important point is that, regardless of whether the differences are real or not, the stereotypes and expectations are real and this is what will ultimately shape social reality and attributions surrounding gender issues (Deaux, 1984; Deaux & Lafrance, 1998) .
What are the implications of commonly held gender stereotypes on expectations surrounding absenteeism by women? The general stereotypes and beliefs about women, such as their lower commitment to work, their double burden of work/childcare, their higher level of stress, and their more fragile health can result in an absence culture whereby absence is more expected and acceptable for women as compared to men. This is consistent with Jost and Banaji's (1994) notion of system justification and Deaux's (1984) suggestion that gender stereotypes drive expectations of behavior. Based on the current 'system', women will be held to different rules in terms of illness, childcare duties, and stress.
First, due to perceived fragile health, women will be expected to engage in more illness absence than men. In absence management and research, illness absence has been treated as an uncontrollable form of absence that is accepted as a legitimate reason to miss work (Edwards & Whitston, 1993; Johns & Xie, 1998; Nicholson & Martocchio, 1995) . The combination of beliefs about gender and the legitimacy of illness absence should have a particularly powerful influence on expectations surrounding absence.
Second, women's widely perceived role as primary caregiver to children will make absence for family reasons more expected for women than for men. In fact, Harrison et al. (2000) have suggested that absence culture norms surrounding child responsibilities may apply only for women and not for men. Nelson and Burke (2002) and Sheridan (2004) have stressed that socially constructed gender roles can restrict men in their ability to fully enjoy and participate in family life. As such, while men are being encouraged to be more involved in childcare, it may not be an expected reason to be absent compared to women. Halpern (2005) stated that despite men's greater involvement with their children, they are more likely to assume a secondary role in childcare responsibilities while women are expected to lead in terms of what needs to be done to take care of children. also noted that men face their own role pressures such as high expectations of career focus and success, the expectation to be strong and powerful, and the view that men should avoid sharing feelings and showing emotion. Many of these role based expectations for men are difficult to reconcile with nurturing childcare demands. Third, due to work-family conflict caused by childcare duties, and the perceived emotional nature of women (Durkin, 1987; Nelson & Burke, 2002) , stress-related absence will likely be more expected for women than men.
Overall, potential norms and expectations surrounding women's absenteeism provide a plausible explanation for the general finding that women are absent more than men. The stereotypes in operation may be driving the differences. Expectations can strongly influence behavior, and gender stereotypes can become self-fulfilling prophecies (Geis, 1993) . The existence of an absence culture for women can reconcile the fact that individual studies focusing on gender and absence have not found consistent support for predictions concerning women and sickness absence, or women's absence and childcare duties, and so on. Actual health problems or family situations in relation to actual absence by women may not be the proper level of analysis to study this issue. Beliefs and stereotypes concerning women as a social category may be more important. As such, regardless of individual situations, absenteeism by women in the aggregate may be higher than that of men due to differing social expectations concerning attendance. Overall, generally held stereotypes about women may create an absence culture in which absenteeism by women is more legitimate and expected, leading to higher actual absenteeism. Studying the portrayal of absence by women in the popular press is a method of determining if these stereotypes are in operation.
While determining the existence of a separate absence culture is the primary focus of this study, a secondary question of interest concerns the consequences of such an absence culture:
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Research Question #2: To the extent that a separate absence culture for women exists, what consequences do women thus face in terms of absenteeism?
A common conceptualization of absenteeism held by managers is that it is a form of mildly deviant behavior subject to disciplinary action (Edwards & Whitston, 1993; Johns, 1997; Johns & Nicholson, 1982) . If the proposed absence culture for women exists, the deviant connotation of absence by women should be much less as compared to men. As per the previous section, women should be viewed to have many good, acceptable, or at least expected reasons to be absent from work. One would suspect that family and childcare duties would be particularly expected for women. Nicholson and Goodge (1976) suggested this and warned that, for women, domestic responsibilities, much like illness absence, may represent a useful attribution for deflecting sanctions following an absence episode. However, even if absence by women is not viewed as deviant, absenteeism itself is still viewed very negatively by managers. Absenteeism is associated with elevated costs, lower performance, and disruptions for co-workers (Harrison & Martocchio, 1998; Nicholson & Martocchio, 1995) . To the extent that women are strongly associated with absenteeism, this can have negative effects for them in the workplace. The existence of an absence culture based on expectations does not necessarily connote approbation of the behavior, and absence cultures can either encourage or reduce absenteeism (Harrison et al., 2000) . As such, in addition to exploring the existence and content of a separate absence culture for women, this study will consider the consequences such an absence culture might have on working women.
To recap, despite consistent findings that women are absent more than men, research focusing specifically on health, family, or job issues has not been able to fully explain women's elevated absenteeism. Social expectations, in the form of a separate absence culture for women based on widely held gender stereotypes, may be a factor in explaining higher absence by women. This absence culture for women may partially legitimize absenteeism for this group and attenuate perceptions of deviance surrounding women's absence. At the same time, such an absence culture, regardless of whether it leads to actual higher absenteeism for particular women, may also be harmful to women in other ways. An important question that emerges is: how can we study this or find evidence of such an absence culture? The traditional correlational designs employed in absence research involving absence records (Johns, 2003) seem suboptimal for studying such questions. As highlighted in the introduction, however, there exists a data source that allows us to link gender issues and absenteeism in terms of stereotypes, social representation, and outcomes: the popular press. Gender, absenteeism, and the popular press: A content analysis As emphasized in the introduction, absence from work has been featured prominently in the press over the years. Based on the nature of the press, however, stories featuring absenteeism not only deal with purported facts about absence, but should also provide insight into social norms and beliefs surrounding the behavior. Although the press is often presented as objective and unbiased, no text is ever truly objective but always contains ideological underpinnings and reproduces social relations that exist within society (Fairclough, 1995) . Mass media have the power to influence knowledge, beliefs, values, social relations, and social identities (Fairclough, 1995; Fowler, 1991) on a wide range of issues such as gender, patriotism, social class, money, leisure, and family. The press is also a mirror for social norms and values that already exist. The content of newspapers is not facts about the world but ideas articulated from a particular ideological position (Fowler, 1991) . A more accurate description is that news is the 'end product of a complex process which begins with a systematic sorting and selection of events and topics according to a socially constructed set of categories' (Hall et al., 1978: 53) . As previously mentioned, gender represents an important social category that is salient to most people. Cleveland et al. (2005: 149) have stated that 'understanding variations in the experiences and outcomes of men and women at work requires that we look beyond the immediate work environment to the societal and cultural context in which work takes place and to the developmental history that people bring with them to work'. In this vein, the popular press represents an important societal and cultural beacon that can provide clues as to the extent and consequences of gender categorization and stereotypes.
There are reasons that absenteeism and gender will likely be treated in a way that will promote stereotypical portrayals of the topics. For absenteeism, one would suspect that the portrayal would be negative and simplified. Given that newspapers have a preference for negative stories (Fowler, 1991; Hall et al., 1978) , journalists are much more likely to focus on the negative impact of absenteeism than any positive features. Furthermore, as noted by Fowler (1991) , newspapers are rarely interested in reporting on complex processes and prefer simplified versions of events that highlight outcomes. Consequently, newspapers are less likely to report on the complex Human Relations 60(11) 1 5 8 8 processes that cause absenteeism and will focus primarily on its negative impact. In terms of simplified explanations of absenteeism, links to gender should prove a useful pathway, with a strong emphasis on stereotypes. According to Fowler (1991) and Hall et al. (1978) , the social categories that newspapers use are very broad. The result is that news stories often gloss over complexity in the pursuit of familiarity and end up perpetuating stereotypes (Fowler, 1991) . Gender researchers such as Durkin (1987) have identified the popular media as an important source and reinforcer of gender stereotypes. Media researchers (e.g. Fowler, 1991) note that common stereotypes relating to women are promulgated in the popular press, with women often defined almost exclusively through family roles, and portrayed as more emotional than men.
Overall, newspaper articles that cover absenteeism and gender should provide important insight into how these topics are represented in the public domain and help answer the two primary questions under investigation. To accomplish this, a content analysis of articles featuring absenteeism and women appearing in the New York Times from 1851 to 2004 was undertaken.
Methodology
As noted by Gephart (1993) , there is an incredible amount of information on business topics available in documents, but it is sometimes difficult to convert this information in a systematic way in order to make it manageable. In organizational science, content analysis has emerged as a common method for simplifying and studying textual material. Content analysis can be defined as any technique for making inferences by systematically and objectively identifying specific characteristics within texts (Kabanoff, 1997; Stone et al., 1966) . The emphasis on any technique indicates that content analysis should be considered a series of techniques as opposed to a clearcut, rule-bound methodology. As noted by Weber (1990) , there is no single way of undertaking a content analysis, and a great deal depends on the nature of the substantive questions. The common element in all content analyses is the creation of a coding scheme that reduces a text into categories and extracts manageable data for analysis. This content analysis approach relies heavily on the work of Krippendorff (2004) who emphasizes that content analysis is never just about words but is also concerned about where, when, and by whom a text was written and read. Krippendorff (2004) also asserts that content analysis consists of a series of choices that need to be explained and justified. From this perspective, it is important to justify the Patton & Johns Women's absenteeism in the popular press 1 5 8 9 choice of texts, the recording/analysis units, the coding structure, and the analysis strategies.
Source of texts and sampling
The New York Times was chosen for several reasons. First, the Times database allows for the extreme longitudinality that represents an important strength of the study. The availability of the New York Times Historical Database spanning over 100 years captures stories about women's absenteeism in different contexts (Johns, 2001 (Johns, , 2006 Rousseau & Fried, 2001) and during periods when women were more or less present in the workforce. The longitudinality is also important due to our focus on stereotypes. Stereotypes in general, and gender stereotypes in particular, are very resistant to change (Deaux & Major, 1987; Durkin, 1987; Halpern, 2005; Jost & Banaji, 1994) . Barnett and Hyde (2001) and Halpern (2005) have commented that many current beliefs and expectations regarding women's roles are based on the bygone era of the early to mid-20th century. Once an image of a social group becomes established, it tends to persist. As such, while news reports from 60 or 70 years ago might seem archaic, they are in fact very relevant if they had a formative influence on generally held stereotypes. To the extent that newspapers presented absence by women in a consistent way in the early part of the 20th century and that the popular press can perpetuate gender stereotypes, it is likely that the earliest articles may be more important than the very recent articles. As such, the longitudinal aspect of this study is essential. A second reason for choosing the New York Times is that the paper covers a broad range of topics such as local, national, and international news, business news, and lifestyle trends. This variety allows women's absenteeism to be reported on in different contexts. Finally, focusing on a single major newspaper avoids the need to sort through identical stories that are picked up and run in smaller news outlets. Overall, the New York Times is a primary and well-recognized news source with original reporting on a host of issues. At the same time, to the extent that articles deal primarily with US firms, this choice of publication limits any conclusions to workers in the United States.
In terms of the sample of articles, unlike purely quantitative studies, sampling strategies in content analysis do not focus on probabilistic sampling aimed at representing a larger population. Instead, sampling decisions in content analysis are concerned with ensuring that the questions one is interested in can be studied through the chosen sample (Krippendorff, 2004) . As noted by Krippendorff (2004) , these textual units are not a sample of a population of texts, they are the population of relevant texts that have been pre-screened for inclusion in the study. For the current study, a search on the word absenteeism was performed on the New York Times Historical Database. Over 3000 articles were returned. However, consistent with Krippendorff (2004) , sampling in content analysis requires confirmation to ensure that each article is relevant to the research questions. As such, the initial search results were verified to ensure relevance to workplace absenteeism. After removing articles involving student absenteeism, voter absenteeism and so on, 2785 articles were retained. Of these articles, 167 featured the absenteeism of women, and these represented the primary data for the study. However, as will be explained, some analyses included the other articles for comparison purposes.
Coding
Coding involved a two-step process. Each article was manually coded by the first author in a text-rich matrix (Krippendorff, 2004; Miles & Huberman, 1994) for date, title, job of workers, gender of workers, general treatment of absenteeism (positive/negative), stakeholders identified, reported causes of absenteeism, reported consequences of absenteeism, association between absenteeism and other organizational behavior phenomena, and type of article (news, feature, or editorial). Each article in the overall sample was summarized on a spreadsheet with separate rows for each article, and columns for each coding category. In the second step, in addition to year, each article was quantitatively coded using nominal level data for:
• job type (11 categories), • gender (male, female, or not specified), • general treatment of absence (positive/negative), • reported cause of absence (15 dichotomous variables, one for each reason, such as medical reasons, childcare reasons, work withdrawal, labor conflict, and so on), • reported consequences of absence (seven dichotomous variables, one for each outcome such as negative business outcomes, negative personal outcomes for the absentee, negative societal outcomes, management action, government action, advocacy of products and services, and labor conflict caused by absence).
A variable was also created for decade. A doctoral student also independently coded 100 articles, and reliability was assessed through percentage of agreement and Scott's Pi, which computes the percentage of agreement between coders while taking into account the level of agreement that could be expected by chance (Riffe et al., 2005) . In terms of percentage of agreement, the coders agreed an average of 98 percent of the time across variables. Taking chance into account, the average of Scott's Pi over all the variables was 88 percent.
Analysis
The interplay between qualitative and quantitative analysis is both a strength and a challenge of content analysis. While the data are fundamentally qualitative, reduction is always necessary. A key issue is determining, based on the substantive topic of the research, how much reduction is necessary (Weber, 1990 ). Given the emphasis on variety, context, and change surrounding absenteeism, a context-sensitive approach was required in the current study. The emphasis was not only on creating order or simplified categories based on newspaper articles about absenteeism, but on exploring the variability and rhetoric that existed in the reporting. In fact, the articles reviewed were very heterogeneous in terms of era, length, central topic, and positioning of absenteeism; in some articles, absenteeism was a primary topic while in others it was a secondary topic in relation to another issue of interest. As such, both quantitative and qualitative analyses were employed. The quantitative analysis summarizes major trends in the data while the qualitative analysis tells the story in the data.
Given the nominal nature of the variables in the second matrix, quantitative analysis involved assessing frequencies and cross-tabulations. For assessing co-occurrences and the strength of the relationships between variables, χ 2 and Cramer's V were used. While χ 2 measures the statistical significance of the relationship between two variables at the nominal level, Cramer's V measures the strength of the relationship (Riffe et al., 2005; Weaver, 2003) . For the qualitative analyses, qualitative clustering (Miles & Huberman, 1994) , involving reading both across rows and down columns of the primary matrix, was employed to identify emerging themes aimed at uncovering evidence of a unique absence culture for women. According to Miles and Huberman (1994) , clustering is a tactic that can be applied at many levels to qualitative data. In all instances the goal is to understand a phenomenon better by grouping and then conceptualizing objects that have similar patterns or characteristics. The qualitative analysis was based primarily on time frame.
Results

General trends
As previously noted, 167 out of 2785 articles featuring absenteeism in the New York Times concerned women (6%). Of these 167 articles, 140 strictly dealt with absence by women while 27 articles made specific reference to absence by women while also acknowledging absence by men. Seven hundred articles in the sample focused exclusively on absence by men (25.1%), while the majority of articles, 1918 or 68.9 percent made no mention of gender in discussing absence from work. Many of the articles featuring absence by women were written by women. Of the 167 articles featuring women's absenteeism, 54 were written by women, 34 were written by men, with the remaining 79 of unknown gender. Since 1980, women wrote 67 percent of the articles linking women to absence from work (41 out of 61 articles).
Grouping the articles featuring women's absenteeism by decade (Figure 1) , two elements stand out. First, absenteeism by women was an important story during the Second World War. Second, after the war, coverage of absenteeism by women decreased in frequency only to resurface in an important way during the 1980s and 1990s. Acknowledging that the Second World War articles reflect the extraordinary circumstances of the times, the articles from the 1950s to the 1990s are consistent with the growing prominence of women in the North American workplace that took place in the 1980s and 1990s. From a quantitative standpoint, there was a marked association between reporting on the absence of women and decade (χ 2 = 87.28 p < .001, V = 0.322 p < .001). Still, given the durability of stereotypes, the early reports might have had a long-lasting effect on beliefs and expectations surrounding absence and gender.
While the percentage of articles concerning women is small, there is remarkable consistency in terms of how absence by women is portrayed. In terms of content, an overall assessment is that the articles suggest that women are generally absent more than men, and reflect a focus on women as a distinct demographic group with specific issues. Of the 167 articles, 101 focus on domestic and family responsibilities for women. Other articles reference specific women's issues such as spousal abuse and gender-specific health problems.
Focusing only on the 840 articles that specified the gender of absentees with no overlap between the sexes (140 articles for women and 700 for men), women were over-represented in articles that did not specify a particular job or that dealt with factory workers (χ 2 = 327.83 p < .001, V = 0.625 p < .001), and were strongly associated with absenteeism for domestic reasons (χ 2 = 422.05 p < .001, V = 0.709 p < .001). This association between gender and domestic responsibilities was the highest detected in the entire study, and the relative lack of variance within versus between gender-typed articles is indicative of the operation of a stereotype. There were more modest associations indicating that women were less absent than men due to labor conflict (χ 2 = 8.86 p < .01, V = 0.103 p < .01), economic reasons (χ 2 = 10.18 p < .001, V = 0.135 p < .001), leisure (χ 2 = 14.80 p < .001, V = 0.133 p < .001), or deviance (χ 2 = 20.49 p < .001, V = 0.156 p < .001). Interestingly, absence by women was associated with greater harm to business outcomes in comparison to men (χ 2 = 17.84 p < .001, V = 0.146 p < .001). Furthermore, there were relatively strong associations between absence by women and management action to reduce it (χ 2 = 49.25 p < .001, V = 0.242 p < .001) and advocacy for various products, services, and policies (χ 2 = 108.89 p < .001, V = 0.355 p < .001). Specifically in terms of advocacy, the articles demonstrated that various groups and organizations use workplace absenteeism to recommend everything from muzak and air conditioning to medical research funding for the common cold and corporate childcare services.
In terms of direct consequences for absentees, men had a greater association with punishment than women (χ 2 = 20.25 p < .001, V = 0.155 p < .001). However, several articles also indicated that absenteeism by women, even related to childcare, could lead to problems for women workers. While the following sections will expand on the themes present in the reporting and explore trends over time, the oldest article in the sample, 1911's 'Bar Out Teachers with Small Babies' deserves special mention. While only a single data point, this article reflects both women's traditional role as mothers and the barriers this can create at work. The article describes a resolution passed by the New York City Board of Education barring married women with young children from teaching positions. Board members explained that the young mothers must resign or be fired, and justified the decision by suggesting that it is impossible to care for a child and work at the same time. While this is perhaps the most blatant case of discrimination against mothers and appeared in an era without legislative protection, other more subtle examples of this line of thought appear elsewhere in the sample, including quite recently.
Overall, the many significant differences between the treatment of men's and women's workplace absence uncovered through the quantitative analyses, particularly the association of domestic reasons for absence with women, justifies a qualitative analysis of the articles focusing exclusively on the 167 articles featuring women. Stated differently, absence by women appears to be a different phenomenon from absence by men, and thus deserves to be studied on its own. The following qualitative analysis describes the reporting on women's absenteeism based on the major time trends in the data.
Women on the map: Absenteeism by women in the Second World War
The large number of articles featuring absenteeism by women in the 1940s is a testimony to the important impact that women had on war production during the Second World War. Given the paucity of articles about women and absence prior to 1941, these articles also represent the first examples of women being linked to absenteeism in a significant way.
The most striking feature of the articles concerning absenteeism and gender is the difference in how absence by men and women is presented. As part of the larger content analysis, all 510 articles featuring absenteeism of war plant workers were reviewed. Although men's absenteeism was often portrayed as deviant, unpatriotic, or caused by labor conflict, women's absenteeism was presented as being caused primarily by domestic responsibilities. While many articles during the Second World War concerning men's absenteeism presented it as potentially leading to legislation that would see shirkers sent immediately into the armed forces (e.g. 1943's 'House Body Votes Absentee Curb; Would Draft Navy Yard Shirkers'), legislation discussed to curb women's absenteeism was more supportive in nature and was aimed at helping rather than punishing (e.g. 1943's 'President Speeds Women's Facilities' and 1944's 'More Services for Women Workers Asked as Essential to Keep Them on War Tasks'). While absenteeism by men in wartime was associated with shirking, hangovers, horse racing, and other questionable reasons, such associations were not made for absence by women.
At the same time, stories featuring absenteeism by women were not unanimously supportive in nature. Particularly in 1942 and early 1943, articles often portrayed women as fragile, uncommitted, and not particularly suited for war plant work. December 1942's 'Women Cautioned about War Jobs' (see excerpt below) and 'Women Urged to Stick' suggested that women were actually retarding the war effort due to their absenteeism. In these articles, women were portrayed as accident-prone (due to their high heels, according to the female US Secretary of Labor) and not serious about work (e.g. apt to skip work in order to attend parties and get their hair done).
Miss Perkins [US Secretary of Labor] said that employers held that women fatigue more quickly than men, that they take days off 'to go shopping' and that they feel their first duty is with their children if the 'baby gets sick' . . . She added that many accidents occur because women insist on wearing high-heeled shoes.
(13 December 1942)
Other articles in early 1943 suggested that women lacked the necessary toughness for war work and that they would be absent 'whenever they get a little scratch' ('Safety Pleaders Reach Los Angeles for Drive against Plant Accidents', 1943). As 1943 advanced, however, there was increasing acknowledgement that women were vital to war production, that their output was impressive, and that their absenteeism was due primarily to childcare duties, transportation problems, and shopping needs. Overall, of the 81 articles featuring women's absenteeism during the Second World War, 46 linked absenteeism to domestic duties, and most of these called for additional services for women. In terms of the rest of the 81 articles, some emphasized women's physical fragility, some stressed a somewhat complacent attitude on the part of women, and others presented women's absenteeism as linked to women's issues. For example, several articles, such as 1943's 'Beauty Shops Seen Speeding the War', suggested that making beauty salons and cosmetics available to women war plant workers would help curb women's absenteeism.
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'A women loses two or three hours going from plant to beauty shop', he [Joseph Byrne, managing director of the three day International Beauty Shop Owners Victory Conference] said. 'This is a terrific amount of time wasted in absenteeism. Take that work if you can, if it is possible, into the factory in your city. ' (16 March 1943) Also, articles appeared describing the use of counselors and social workers to help women in the workplace. Articles such as 1943's 'Counselors for Shop Morale' and 'Humanizing the Job' described the need for women to have support dealing with various issues, including shop floor romances, fashion in the plant, and recreation. Finally, in conjunction with the articles highlighting the importance of women to the war effort, wartime articles on women's absenteeism also included calls for recognition of women as equal, or better, than men and the suggestion that women were being unfairly criticized for absenteeism. Articles in this vein included 1943's 'Women Defended on Absenteeism', 'Women Workers Keeping at Posts', and 'Equal Pay Laws for Women Sought'. Before any permanent gains or recognition could be obtained, however, the war ended and, as evidenced by the decline in articles during the 1950s and 1960s, stories concerning women in the workplace disappeared from the scene. telephone. Later, dates interfere with their efficiency; when they are married, pregnancies, sick children and unreliable baby sitters contribute to absenteeism. Emotional upsets at home, husbands, money, inlaws and a wealth of other responsibilities distract them from full attention to their work. (30 November 1963) However, a new theme that emerged during this period was the notion that women were being discriminated against in the workplace and that exaggerated accounts about their absenteeism were being used to create barriers. This idea had appeared once or twice in the articles from the Second World War but became a larger focus over these later years. A 1959 article on women stock brokers, 'Women a Trial to Some Brokers but Strong Force in Stock Field', indicated that women brokers could be very successful dealing with women or open-minded male clients, but that they faced barriers in being hired due to fears of high absenteeism. As the civil rights and the women's liberation movements gained prominence in the 1960s and 1970s, articles such as 'Women's Pay Gap is Still Widening, U.S. Official Says ' (1964) , 'Women are Breaking the Blue-Collar Barrier ' (1973) , and 'To Women, Insurance Companies are at Fault on Many Things ' (1974) suggested that women's higher absenteeism was actually a myth being used to discriminate against women in various business domains. Furthermore, two articles in the 1970s 'Women March Down Fifth in Equality Drive ' (1970) and 'Most of the Nation's "Alices" Stay on Job, Ignoring NOW's Call for One-Day Strike' (1975) presented absenteeism as a form of organized protest by the women's movement to advance women's rights. It should be noted, however, that both protests were portrayed as unsuccessful. Still, the suggestion that higher absenteeism by women due to family roles and lack of commitment is a myth being used to discriminate is telling. Given the very few articles that appeared during this period, however, this perspective seems to reflect more of a cry in the wilderness as opposed to a strong trend.
The 1970s also witnessed the emergence of a trend that would dominate the reporting on women's absenteeism in the 1980s and 1990s: corporate childcare and alternative work arrangements. Articles such as 'While Mother Works, the Company Takes Care of the Children' (1970), 'Woman Economist Backs Part-Time Work ' (1972) and 'Workers Find "Flextime" Makes for Flexible Living' (1979) revived a discourse that had been almost totally absent since the articles during the Second World Warthe need to provide women with assistance in order to help balance work and family.
The 1980s, 1990s, and 2000s: A new focus on women's issues
The 1980s saw women's (especially mothers') presence in the workforce rise dramatically (Halpern, 2005) . This important presence is underscored by the number of articles featuring women's absenteeism in the 1980s and 1990s. In all, 61 articles touching on absenteeism by women appeared from 1980 to 2004. From a gender role perspective, 47 of these articles featured women's absenteeism as a result of domestic duties, most commonly involving childcare. Articles repeatedly discussed the need for corporate childcare, or the need for companies to fund daycare centers in their communities. Unlike the articles during the Second World War, the childcare issue was overwhelmingly portrayed as a problem that private enterprise should deal with as opposed to government. Many articles had a strong advocacy aspect but also portrayed corporate childcare as a win-win situation for mothers and companies that could lead to corporate success. Articles such as 'Child Care and Business, Side by Side' (1986), 'Child Care Connected with the Workplace Makes Good Business Sense ' (1987) , 'Wooing Workers in the 90's: New Role for Family Benefits ' (1988) , and 'Corporate Day Care Pays for Itself ' (1989) strongly suggested that childcare is an important recruitment and retention tool that reduces costly absenteeism.
Companies receive other significant benefits from starting their own child care center. Control Data of Minneapolis, for example, found that absenteeism was only 4.4 percent for those employees utilizing the company sponsored child care center, while absenteeism was 6.02 percent for those utilizing either no child care or any other child care center.
(30 April 1989)
In addition to childcare, articles in the 1980s and 1990s also advocated alternative work arrangements for women such as part-time work, job sharing, flextime, and telecommuting to help them balance work and family life and thus reduce absenteeism. Examples of such articles included 'A Fresh Look at Job Sharing ' (1983) , 'Flexibility at Work Helps Parents at Home ' (1989) , and 'Working at Home, for Better for Worse ' (1993) . In the late 1990s and early 2000s, articles also appeared linking absenteeism to eldercare. It is interesting that many of the family policy/absenteeism articles in the 1980s, 1990s, and 2000s included fathers and sons as also benefiting from family-friendly work policies; examples using women, however, were still predominant.
While many articles called for more family-friendly policies, it is important to emphasize that the benefits of family policies for companies are often presented as unsupported by hard data, and some articles demonstrated resistance from managers and negative outcomes for women relating to childcare and family policies. For example, the aforementioned 'Wooing Workers in the 90's' (1988) featured a comment from an executive that he had no intention of getting involved with daycare and would just not hire women likely to become pregnant. Other articles suggested that many managers were taking a very cautious approach to childcare support and that they were skeptical as to its cost efficiency.
Furthermore, there were indications in the 1980s and 1990s that women could still be fired due to childcare difficulties. A particularly telling example consisted of three stories in 1991, including 'Child Care in Conflict with a Job', describing how a Minnesota woman had been fired for excessive absenteeism caused by caring for her very sick child. The articles focused on a lawsuit filed by the woman (which she won) asking for unemployment insurance benefits that had originally been denied to her since she was fired. She did not contest the firing per se, and the articles indicated that in the mind of the company, the judges, and even the employee herself, the firing was justified. It is quite striking to juxtapose these 1991 articles with the 1911 article highlighted earlier. While the 1911 article suggested that caring for children is incompatible with working and described policy to fire young women with children on this basis, the 1991 articles indicate that this way of thinking still existed and was being enacted some 80 years later. In terms of discrimination based on women's absenteeism, articles such as 'Single Mothers Join Suit to Enlist in the Military ' (1984) and 'On a Cultural Battlefield: Women in the Military' (1997) described how young mothers were facing barriers enlisting and staying in the military due to unsubstantiated fears about absenteeism, while 1995's 'For Many in Work Force, "Glass Ceiling" Still Exists' described the findings of a federal commission looking into discrimination that reported that myths surrounding absenteeism by women were not allowing women to move beyond middle management. The report suggested that purported higher absenteeism by women was based on stereotypes and that, when maternity days are removed, women actually have less absenteeism than men.
Finally, from 1988 to 2004, there were six articles linking women's absenteeism to spousal/relationship abuse and sexual harassment. For instance, 'Victim of Domestic Abuse Gets City Job Back' (2004) describes the case of a female parole officer who had been fired for excessive absenteeism but was reinstated by order of the courts once it was revealed that she was suffering from spousal abuse and was in hiding. A 1996 article, 'When Abuse Follows Women to Work', provides an example of how absenteeism was again used as justification for employers to provide services for women:
Human Relations 60(11) 1 6 0 0 . . . But while praising some companies, several experts on domestic abuse said that most businesses were reacting slowly to the problem . . . This inattention can have high stakes for a business. When the abuse involves workplace violence, the company may face legal liability. And Jim Hardeman, manager of the corporate assistance program at Polaroid, said employees in abusive situations often had high rates of absenteeism and might be so distressed that the quality of their work could suffer.
(10 March 1996)
Discussion
The existence of a separate absence culture for women
The articles featuring absenteeism by women that have appeared in the New York Times over the last 100 years lend credence to the notion that social expectations concerning absence from work are different for men and women. Articles focusing on women's absenteeism most commonly portray the behavior as a work/family balance issue relating to childcare and other domestic duties. While articles featuring absenteeism by men or genderneutral articles tend to span many models of absence causation described by Johns (1997) , such as withdrawal, deviance, or conflict, the articles on women's absenteeism primarily focus on a unique set of issues dominated by family roles. In terms of the common assumptions in academic research that absence by women is due to poorer health, childcare, or less satisfactory jobs, childcare emerges in the newspaper articles as the central reason for women's absence. While the articles during the Second World War highlighted lack of physical stamina as a reason for women's absenteeism, and certain articles in the 1950s and 1960s indicated that women were not serious about work, the childcare and domestic responsibility reasons were the most common and appeared in each of the periods reviewed. Overall, the message conveyed in these articles is that women can be strong organizational contributors, but that they have other priorities or special issues that tend to lead to higher absenteeism. Could these portrayals in the media prompt higher absenteeism by women in the workplace? While the limited number of articles makes sweeping conclusions risky, to the extent that the articles present women's absenteeism as 'normal' and legitimate, they may create a context in which individual women may feel more at ease about calling in absent. Although most articles are devoid of base rate information, they are remarkably consistent in their portrayal of women as being absent more than men, with childcare as the driving force.
The reason that researchers from many disciplines outside of the field of journalism are taking an interest in media studies is the belief that media messages have an effect on actions and decisions (Riffe et al., 2005) . As previously noted, this point has been made by Abrahamson (1991 Abrahamson ( , 1996 concerning the field of management. Despite the lack of clear academic research support that childcare duties increase absence by women, media portrayals, with their ability to shape public perception, reinforce gender stereotypes, and influence management thinking (Abrahamson, 1996; Durkin, 1987; Fowler, 1991) , can create system-justification (Jost & Banaji, 1994) that facilitates absence by women. Rather than suggesting that media reports might promote absence by women directly, it may be that gender stereotypes moderate the relationship between various reasons an individual might be absent and actual absence behavior. More specifically, while illness and childcare duties may prompt absenteeism, gender stereotypes perpetuated in the media may increase the propensity for women to miss work by making the behavior more socially acceptable. Somewhat counterintuitively, this expectation for absenteeism disrupts plausible quantitative connections between women's absence and causal variables such as caring for children. This is because it provides women with more discretion concerning their attendance behavior. Many women are doubtless absent to care for sick children. However, there is much evidence, including some uncovered in this research, that absence is viewed negatively by employers. Thus, some women with sick children will find a way to get to work, and there is no downside to violating negative expectations. At the same time, some women will avail themselves of this generalized stereotypical expectation even though they have no children or childcare issues. Some evidence for this more discretionary view of women's absence can be gleaned from Hackett's (1989) meta-analysis, in which he found that the negative association between job satisfaction and absence increased as the proportion of women in a sample increased. One interpretation of this is that women felt more able to withdraw from a negative work environment because they had the perceived option.
The consequences for women of this absence culture
The quantitative analyses clearly demonstrate that absence by women is less associated with punishment than that by men, and that women's absence is rarely presented as deviant. Still, the idea advanced by Nicholson and Goodge (1976) that women might be able to use their family-based reasons for absence to ward off negative outcomes or punishment is not unanimously supported by the articles. In fact, although not as high in terms of numbers, articles suggesting that women are discriminated against or punished for their family/childcare absenteeism appeared in every era reviewed. In addition to the articles describing women actually being fired for familyrelated absenteeism, it is interesting to speculate how this overall perception may affect women in general. Indeed, several articles suggested that exaggerated fears of absence were resulting in discrimination against women, and that women's high rate of absenteeism is a myth. There exists a large body of research suggesting that gender stereotypes harm women in the workplace, and the categorization aspect of gender can be a potent enabler of unfair biases against women. Dipboye and Colella (2005) suggest that discrimination is a consequence of heuristics employed in processing information concerning women or other historically disadvantaged groups. In the workplace, it is widely acknowledged that women suffer from pay inequity, still encounter glass-ceiling effects, receive lower starting pay, hold less prestigious and influential jobs, advance more slowly in organizations, and are less likely to benefit from transfers and job changes than men (Cleveland et al., 2005; Meyerson & Fletcher, 2000) .
Overall, a separate absence culture for women driven by stereotypes may be a contributing factor to barriers that women face in the workplace. An absence culture that features a general expectation that women are more absent than men may lead to women being discriminated against in hiring, promotion, and pay decisions. The same implicit stereotypes that justify a system (Jost & Banaji, 1994) in which women are more absent can also lead system-justification for discriminating against women in the workplace.
The absence culture for women that emerges from the newspaper articles can be interpreted as the outcome of what Glick and Fiske (2001) call benevolent sexism. While benevolent sexism is built around subjectively favorable stereotypes about women (family oriented, nurturing, requiring support and protection, and so on) that are often cherished by men and women alike, this disarming form of sexism ultimately reinforces gender inequality (Glick & Fiske, 2001) . In a more explicit way, Simpson (1998) offers a provocative argument that men can deliberately use absence cultures based on gender roles to thwart women's success and progression in the workplace. She found that men used attendance, especially after regular business hours, as a way of excluding women from informal social networks and making women appear less committed to the organization. In this way, men could cement their own image and job security, while creating an environment in which it was difficult for women to flourish.
Overall implications and future research
From an absence research perspective, the articles confirm some common assumptions but also raise some questions for future study. First, consistent with general assumptions surrounding absenteeism (Johns & Nicholson, 1982) , the portrayal of absenteeism in all of the reviewed articles is negative. While this notion has an almost taken-for-granted quality to it, it is one that absence researchers such as Goodman and Atkin (1984) have taken issue with, and is currently being questioned through the emergence of new concepts such as presenteeism, which suggests that absenteeism may be beneficial for companies when employees are sick or unproductive (Aronsson & Gustafsson, 2005) . Simpson (1998) also emphasizes that a culture of presenteeism does not necessarily benefit an organization but can be used by men as a way to hold women back. Second, the articles appearing in the New York Times remind us that absenteeism does not only involve work factors, but outside forces as well. Johns (1997) asserts that withdrawal models, which link absenteeism to workplace attitudes such as low job satisfaction or organizational commitment, have historically been the most popular from an absenteeism research perspective. In reality however, these factors represent only a limited cause of absenteeism. Outside forces such as family responsibilities and other contextual factors must be considered when studying absence. To limit research to work/organizational factors and attitudes is only scratching the surface of the phenomenon. At the same time, a third element that emerges from the articles is that, even if absenteeism is caused by outside forces, managers still believe that it can be combated through management action. This is consistent with Johns and Nicholson's (1982) assertion that regardless of its cause, managers will almost always believe that they can reduce absenteeism. The assumption is based on the belief that since absenteeism is viewed as an organizational problem, the solutions must be available within the organization (Johns & Nicholson, 1982) . In this vein, companies and managers are portrayed as very active in the newspaper articles. The articles indicate that organizations occasionally fired women due to absenteeism, offered services such as shopping facilities in the Second World War or childcare in the 1980s and 1990s, and implemented alternative work arrangements in order to combat absenteeism by women. Several articles indicated that companies were resisting government involvement on many of these issues and preferred solutions emerging from the private sector. Given the traditional male dominance in business, however, it is questionable whether or not business leaders are truly the ones who should be developing policies on these issues.
In terms of future questions, this study exposes an interesting paradox concerning childcare and women's absence. While the association between Human Relations 60(11) 1 6 0 4 childcare and women's absence was a strong and longstanding causal link featured in the news articles, academic studies that have looked directly at this relationship have not demonstrated support for it. Again, while there are undoubtedly many of cases of women missing work to care for a sick child, there is no strong evidence that this is not also the case for men or that this is a driving force for the differences between absence rates for men and women. Given the nature of the press and the greater attention to issues of validity and reliability in academic research, we expect that the news stories are more a product of social beliefs and stereotypes than clear empirical evidence. Still, future studies directly assessing the beliefs of managers and workers concerning absence by women would be useful in assessing how news stories and gender stereotypes affect perceptions of women's absenteeism. Furthermore, some of the academic studies involving gender and absence due to childcare have their own weaknesses, such as a regular reliance on large databases and categorical data that should be addressed by future research through direct measurement of key variables. We suspect that the news stories on this topic, and others concerning absenteeism, inadvertently discourage research in certain areas by portraying relationship between variables as having a commonsense/taken-for-granted nature. Another interesting element that emerges with future research implications is that women have been on the cutting edge of many forms of alternative work arrangements such as part-time work, flextime, job sharing, and telecommuting, with one of the aims being a reduction of absenteeism. Although these are positive changes that enhance the possibilities of parents participating fully in the workforce, Cleveland et al. (2005) note that employees in these alternative work arrangements (usually women) face serious barriers in terms of career outcomes involving promotion and fringe benefits. As an example, Sheridan (2004) suggests that part-time work, which is dominated by women and has become stereotyped as such, is still viewed as outside of organizational norms and as a subtle sign of a lack of commitment. Direct research is needed to explore the impact of corporate childcare programs and alternative work arrangements on women's absenteeism.
Overall, advocates for women's rights in the workplace appear to be facing a difficult balancing act. On the one hand, they are at the forefront of calling for more family-friendly policies, but in doing so they may be perpetuating stereotypes that ultimately hold women back. In many ways, such contradictions are consistent with Townley's (2004) analysis of tensions between utilitarian and ethical personnel practices. Providing day care services and family-friendly policies enable HR professionals to adopt an ethical pro-worker stance while still suggesting cost-benefits for the organization. To date, however, the cost-benefits of less absenteeism due to corporate childcare and family policies remain unproven. Given the lack of clear research demonstrating an increase in women's absence with increased childcare requirements, using absenteeism by women as the utilitarian pillar may be hurting women in unintended ways. From management's perspective, the articles suggest that cost-benefit analyses are the primary concern, and that women are still vulnerable to punishment when absenteeism becomes excessive.
Other research directions include the search for moderating factors of the gender/absence expectations relationship. A particularly interesting area would be to see if the absence culture for women holds across occupations. The reviewed articles often neglected to describe type of job, as indicated by the quantitative results. However, studies such as the meta-analysis by Konrad et al. (2000) indicate that gender differences can be affected by type of job and hierarchical position within firms. Also, the future trends in news coverage of women's absence should be monitored. The recent articles indicate that stories on women's absenteeism may be tapering off. This trend requires study, as does the exploration of reports of women's absenteeism in other media such as television, weblogs, and so on.
Finally, future research is needed to explore women's absenteeism in terms of base rates. Although numerous individual studies, national labor statistics, and a meta-analysis have demonstrated the gender gap in attendance, recent studies are less consistent on this point (e.g. Erickson et al., 2000; Harvey & Nicholson, 1999) . Many of the academic studies that this conclusion has been built upon were conducted prior to the mid-1980s. Furthermore, it is not always clear in studies what the actual base rate differences in absence between men and women actually are or how these differences would be affected by controlling for high absence periods for women close to childbirth. As Halpern (2005) underlined, women's participation in the workforce has undergone fundamental changes over the last several decades but many of the stereotypes from 1950s still remain. Given the advances by women in the workplace over the last 25 years, new studies, and perhaps a meta-analysis covering studies from the late 1980s until today, are required to fully understand gender differences in absence.
Limitations
Limitations of this study include the single source data and the nationality of the employees. All of the articles featured American women. One of the causes of this limitation is the exclusive use of the New York Times as a data source. Although existing academic research suggests that the higher occurrence of absence for women is transnational (e.g. Kivimäki et al., 1997; Mastekaasa, 2000; Mastekaasa & Olsen, 1998; Vistnes, 1997) , absence cultures may vary across national cultures. As such, expanding the current study to include the press in other countries would be instructive. Expanding the source of texts in other ways would also lead to interesting future studies. For example, using newspapers with a different editorial policy or more business-focused publications such as the Wall Street Journal would perhaps offer another perspective. Trade and practitioner publications would be another interesting source for analysis. Finally, the current study explores absence cultures and consequences for women through unobtrusive methods that reflect the perceptions of journalists. Future research is needed to assess directly the existence of such an absence culture for women, to understand how gender stereotypes influence social expectations to attend work, and to explore how such absence cultures and stereotypes may perpetuate biases and discrimination against women workers.
Conclusion
The 167 articles on women's absence from work published in the New York Times suggest that there exists a particular absence culture for women in the United States based primarily on family roles. These findings support previous studies that have suggested that absence by women is qualitatively different from absence by men (Haccoun & Desgent, 1993; Messing et al., 1998; Nicholson & Payne, 1987; Väänänen et al., 2003; VandenHeuvel & Wooden, 1995) . The existence of such an absence culture suggests that women are subject to different social expectations surrounding absenteeism and also represents a plausible explanation for women's higher rate of absence. Furthermore, our results indicate that a separate absence culture for women can have an impact on organizational policy concerning familyfriendly practices. Finally, while absence by women was rarely portrayed as deviant or as a cause for direct punishment, a number of news stories highlighted negative consequences for women surrounding absence. Several articles clearly indicated that women face barriers in the workplace due to generalized beliefs concerning their absenteeism.
Overall, this study combines research on absenteeism and gender using a methodology and data source not regularly employed in studies of absence. The study is also a reminder that, as noted by Sheridan (2004) , organizational researchers must be careful when employing gender-neutral conceptualizations of organizational concepts. Gender is relevant, and absence researchers need to consider it when studying this phenomenon.
